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Abstract 
Preparing the organization’s overall performance to compete and reach its future goal in turbulence business environment is one 
of the management’s responsibility. The prior key to do is by improving the employee engagement within the organization, as we 
know that employee is the most crucial capital that can props the sustainability of an organization. This research tried to improve 
the employee engagement in PT Maju Sentosa. This research was done by assessing current condition about employee 
engagement level in PT Maju Sentosa, analyzing factors that affecting employee engagement in PT Maju Sentosa, and also 
providing conclusion and gradual recommendation in order to improve future employee engagement that leads to better 
performance of PT Maju Sentosa. From the research, it is known that the current employee engagement level of PT Maju Sentosa 
is in acceptable and need to be improved level, with average score 3.36 out of 5, and the three significant factors that affecting 
employee engagement in PT Maju Sentosa are welfare, career and social support, and work motivation. 
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1. Background 
 The term of employee engagement has been widely used in human capital management nowadays as the key to 
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motivate and retain employee to produce higher productivity which has direct impact on organizational 
performance. The study of employee engagement from the experts, both human resources academia and praticioner 
has been well documented and published in past decade. Although it is relatively new, it proves that organizations 
with higher level of employee engagement also have higher performance than organizations with lower level of 
employee engagement. In short, employee engagement talks about intangible forms, such as commitment, 
satisfaction, motivation, involvement, loyalty. 
PT Maju Sentosa is a private company established in 1977, headquartered in Bandung, West Java, Indonesia. At 
the very beginning, PT Maju Sentosa was a small home industry that produced wallet and bag in limited capacity. 
Come as a start up, PT Maju Sentosa is now becoming a titan, with one big factory in Bandung operating daily, 
producing wallet and bag in mass capacity with total of 77.000 units per month. PT Maju Sentosa had become 
reputable in Indonesia, Malaysia, Singapore fashion industry and had gained several prestigious awards, such as 
Good Design Award from Pusat Desain Nasional. The huge goal of PT Maju Sentosa is to become the Indonesian 
company that leads the Southeast Asia’s fashion industry. And by now, PT Maju Sentosa is employing 350 
employees. 
From the research, there are two internal symptoms that lead to employee engagement issue in PT Maju Sentosa. 
The first is employee’s average absence rate that has increased 0.97% from year 2012 (1.61%) to 2013 (2.58%). 
And the second one is employee turnover rate that has increased 0.84% from year 2012 (1.24%) to 2013 (2.08%). 
Disengaged employees have been shown to be less productive; absent in higher numbers and are more likely to 
leave the company (MacLeod and Clarke, 2009). Therefore, employee engagement becomes a fundamental and 
essential issue to be considered by human resource manager in PT Maju Sentosa, because it goes beyond the 
employee’s sense of belonging measurement tool, it also becomes a prior key that drives the organization’s overall 
performance to reach its future goal in today’s era, where turbulence can be found everywhere. 
Therefore, this research aims to: (1) assess current condition about employee engagement level in PT Maju 
Sentosa, (2) analyze factors affecting employee engagement in PT Maju Sentosa, (3) provide conclusion and gradual 
recommendation in order to improve future employee engagement that leads to better performance of PT Maju 
Sentosa. 
2. Literature Review 
The study of employee engagement is relatively new and had not attracted enough attention, however, there are 
several definitions from the experts about employee engagement. AON Hewitt (2013) defines employee engagement as 
the psychological and behavioral outcomes that lead to better employee performance. Mercer (2007) also defines 
that employee engagement is about a psychological state in which employees feel a vested interest in the company’s 
success and are both willing and motivated to perform to levels that exceed the stated job requirements. Another 
definition was proposed by Institute for Employment Studies (2003) which defines employee engagement as a 
positive attitude held by the employee towards the organization and its values. Kenexa (2012) also defines that 
employee engagement is about the extent to which employees are motivated to contribute to organizational success, 
and are willing to apply discretionary effort to accomplishing tasks important to the achievement of organizational 
goals. In line with this, Forbes (2012) definition of employee engagement is about the emotional commitment the 
employee has to the organization and its goals.  
Even though there are a lot of definitions, in general, employee engagement is about psychological state in 
which the employee held a positive attitude towards the organization and its values to perform to levels that exceed 
the stated job requirements.  
The driver of employee engagement is not universal and off course, vary widely, it relatives to the cultural, 
geographical, generational circumstances. But in general, Mercer (2007) has categorized it into four common main 
drivers: 
 The work itself, including opportunities for development 
Engagement-focused companies have found ways to make work an effective driver of employee engagement. 
For example, although these companies may have flattened their organizations, limiting the opportunities for 
traditional promotions and upward advancement, they allow employees to grow within a job through expanded 
training opportunities and to move laterally within the organization. Particularly important in these companies is 
explaining how jobs fit into the overall mosaic of the functions and activities that bring services and products to 
customers, so employees can map out and understand how their contributions fit into the larger scheme of things.  
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 Confidence and trust in leadership 
Engaged employees see and experience their leaders acting in accord with the expressed values of the 
organization and allocating resources in ways that support strategy. Strong leaders believe in acting in visible 
and transparent ways that generate involvement with customers and employees. Leaders who can help 
employees see how strategy relates to various processes and procedures build engagement. 
 Recognition and rewards 
Recognizing individual and group performance and contributions in tangible and immediate ways enhances an 
employee’s sense of the organization’s appreciation and support of his or her efforts. While competitive pay and 
cash bonuses are not, in and of themselves, engagement drivers, they should be structured so as to be internally 
fair and externally competitive and, therefore, not de-motivators. Nonmonetary rewards, both formal and 
informal, are an effective part of a reward mix that supports engagement. 
 Organizational communication 
In organizations with engaged workforces, information cascades from top management to employees in a timely 
and orderly fashion, with processes established to build upward flow of information from employees to top 
management. Communication is planned, yet it is flexible enough to meet the day to- day needs of information-
thirsty employees and crafted to take into account the various learning styles within the organization and the 
communication vehicles preferred by employees. 
In the last decades, countless research evidences have confirmed that employee engagement has a direct 
influence and significant role to the organization, for example, research has shown that organization with high 
employee engagement level shows higher quality, productivity, profitability, and satisfaction than those with 
lower one. Obviously, organization that invest in understanding and managing the main drivers of engagement in 
effective and efficient ways will result to performance enhancement towards this dynamic workforce 
environment. 
3. Methodology 
 The model of this research is the combination of two employee engagement model from AON Hewitt 
(2013) and Mercer (2007). The models are chosen based on needs fit consideration. In this research, the AON 
Hewitt model takes place as the key driver of employee engagement and the Mercer model takes place as the level 
of engagement. 
The scope of the research is the employee of PT Maju Sentosa, consisting five level of management from job 
hierarchy within the organization. This research uses two major data collections: (1) Secondary data, which is 
collected towards the organization’s documents, journals, websites, books, and literatures and (2) primary data, 
which is collected towards three tools, such as interview, observation, and questionnaire. The questionnaire consists 
of 27 questions about employee engagement and using five likert scales. 
In processing the data, the researcher is using SPSS statistical software from IBM company and conducting several 
analysis; reliability, validity, multicolonierity, heteroscedasticity, normality, factor analysis, and multiple linear 
regression. After done the data processing, the data is then interpreted and analyzed. 
4. Findings and Discussion 
Three new factors that drive the employee engagement are formed from the factor analysis test. Table 1 shows 
the result of factor analysis test. 
 
Table 1. Rotated Component Matrix 
 
Rotated Component Matrixa 
 Component 1 2 3 
1. job security .525 .730 .368 
2. brand/reputation .362 .739 .469 
3. pay .736 .504 .387 
4. benefit .514 .678 .445 
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5. recognition .463 .744 .409 
6. empowerment/autonomy1 .460 .405 .716 
7. empowerment/autonomy2 .410 .453 .763 
8. work task .427 .426 .773 
9. career opportunities .705 .494 .458 
10. learning and development .593 .668 .378 
11. communication .583 .596 .481 
12. diversity and inclusion .650 .521 .450 
13. enabling infrastructure .364 .673 .578 
14. performance management .421 .587 .635 
15. innovation .564 .381 .688 
16. talent and staffing .722 .363 .529 
17. leadership1 .687 .507 .447 
18. leadership2 .716 .439 .483 
19. collaboration .638 .455 .566 
 
 
By analyzing varimax rotated component matrix from table 1, it can be seen clearly, the variables that join 
component/factor 1 are X3, X9, X12, X16, X17, X18, X19. All with highest loading factor above 0.50. By 
analyzing all of the variables that has formed factor 1, the new name is given to the factor 1; career and social 
support. Again, by analyzing varimax rotated component matrix, it can be seen clearly, the variables that join 
component/factor 2 are X1, X2, X4, X5, X10, X11, X13. All with highest loading factor above 0.50. By analyzing 
all of the variables that has formed factor 2, the new name is given to the factor 2; welfare. Last, from the varimax 
rotated component matrix, it can be seen clearly, the variables that join component/factor 3 are X6, X7, X8, X14, 
X15. All with highest loading factor above 0.50. By analyzing all of the variables that has formed factor 3, the new 
name is given to the factor 3: work motivation.  
After done the factor analysis test, the multiple linear regression test is conducted, the data is shown in Table 2. 
 
Table 2. Multiple Linear Regression 
 
Coefficientsa 
 
Model 
Unstandardized Coefficients 
Standardized 
Coefficients 
 
 
t Sig. B Std. Error Beta 
1 (Constant) -.282 .053  -5.279 .000 
career and social support .398 .052 .373 7.595 .000 
welfare .610 .053 .534 11.549 .000 
work motivation .102 .046 .093 2.203 .029 
a. Dependent Variable: employee engagement level 
 
Factor 1 (career and social support), 2 (welfare), 3 (work motivation) are the new-formed driver factors that 
affecting employee engagement in PT Maju Sentosa. From the table 2, all of three new driver factors are significant 
because the scores are less than 0.05. It means that the dependent variable (employee engagement level) is affected 
by all of three new driver factors significantly. From the multiple linear regression model, the final equation of 
employee engagement level can be obtained:  
 
Y = - 0.282 + 0.398 X1+ 0.610 X2 + 0.102 X3        (1) 
 
With: 
Y = Employee Engagement Level (dependent)  X2 = Welfare Factor (independent) 
X1 = Career and Social Support Factor (independent)  X3 = Work Motivation Factor (independent) 
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Figure 1 shows the breakdown of welfare factor. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 1. Welfare Factor 
 
Welfare, as the most significant factor that affecting employee engagement level is formed by seven independent 
variables. From the questionnaire result, brand/reputation variable with “Perusahaan tempat saya bekerja memiliki 
reputasi yang baik” statement occupies the highest place of welfare (3.93 out of 5). It means that PT Maju Sentosa is 
a reputable organization that owns good public image. 
The other variables show relatively acceptable score, with learning and development that defines the opportunity 
given by organization for employee to acquire new skill/experience/knowledge/network (3.1 out of 5), then 
communication that defines the effective communication towards employee (3.07 out of 5), then job security that 
defines the organization’s guarantee towards employee’s life security (3.05 out of 5), and then recognition that 
defines the appreciation which is given by the organization for employee’s contribution, also benefit that defines all 
kind of incentives given by the organization to employee (both recognition and benefit scores are 3.01 out of 5). 
The lowest place is enabling infrastructure variable with “perusahaan menyediakan fasilitas yang lengkap dan 
lingkungan kerja yang mendukung untuk karyawan” statement (2.86 out of 5). This means that PT Maju Sentosa has 
not providing their employees with proper material (facilities) and immaterial (working environment) support yet. 
Figure 2 shows the breakdown of career and social support factor. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 2. Career and Social Support Factor 
 
Career and social support, as the second significant factor that affecting employee engagement level is formed by 
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seven independent variables. From the questionnaire result, diversity and inclusion variable with “perusahaan 
memperlakukan semua karyawan dengan adil dan bebas SARA (suku, agama, ras, asusila)” statement occupies the 
highest place of career and social support (4.04 out of 5). It means that PT Maju Sentosa appreciates diversity and 
conducting the free-of-discrimination practice in the work environment. 
The other variables show relatively acceptable score, with talent and staffing that defines the organization’s 
support towards employee’s skill and ability (3.36 out of 5), then collaboration that defines the condition where 
employee receives supporting relationship among work unit (3.358 out of 5), then career opportunity that defines 
fair opportunity given by the organization for employee’s  career (3.29 out of 5), then leadership2 (3.273 out of 5), 
then leadership1 (3.246 out of 5). Both leadership variables define the leadership action taken by management to 
develop the employee. 
The lowest place is pay variable with “Gaji pokok yang diberikan memuaskan jika dibandingkan dengan 
perusahaan serupa” statement (3.23 out of 5). Although the variable occupies the lowest place, the variable’s score is 
relatively acceptable (3.23), it means that the salary given by PT Maju Sentosa to the employee is pretty satisfying 
compared with the other competitors. 
Figure 3 shows the breakdown of work motivation factor. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 3. Work Motivation Factor 
 
Work motivation, as the least significant factor that affecting employee engagement level is formed by five 
independent variables. From the questionnaire result, empowerment/autonomy2 variable with “saya diberikan 
wewenang yang cukup untuk menyelesaikan tugas dan tanggung jawab saya” statement occupies the highest place 
of work motivation (3.63 out of 5). It means that PT Maju Sentosa gives proper authority and empowerment for the 
employee to finish all their responsibilities. 
The other variables show relatively acceptable score, with work task that defines the amount of work given to the 
employee (3.61 out of 5), then empowerment/autonomy1 which has “perusahaan telah memberikan kesempatan 
kepada saya untuk mengembangkan kemampuan” statement (3.57 out of 5), then innovation that defines the 
organization’s support for employee to create new innovation (3.49 out of 5). 
The lowest place is performance management variable with “manajemen mempraktekkan aturan mengenai 
penghargaan dan hukuman kepada karyawan dengan pantas” statement (2.66 out of 5). This low score means that 
PT Maju Sentosa has no proper performance management system (reward and punishment) within the organization. 
Figure 4 shows the level of employee engagement in PT Maju Sentosa. 
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Fig. 4. Employee Engagement 
 
From the obtained data, satisfied shows score 3.26 out of 5. Motivated shows score 3.44 out of 5. Commited 
shows score 3.51 out of 5. And advocate shows score 3.24 out of 5. 
This research found out that the three independent variables (X) are affecting the dependent variable (Y) 
directly, proved by the multiple linear regression test. It means greater score of engagement driver (X) result to 
greater score of engagement level (Y). And so does the opposite. 
5. Conclusion 
This research concludes several things: 
1. Current condition of employee engagement level in PT Maju Sentosa is in acceptable and need to be improved 
level, with average score of 3.36 out of 5. 
2. After done the factor analysis test, the three new factors that affecting employee engagement are formed; 
welfare, career and social support, work motivation. 
3. From the multiple linear regression test, the researcher gets the final equation of employee engagement: 
 
Y = - 0.282 + 0.398 X1+ 0.610 X2 + 0.102 X3 
 
With: 
Y = Employee Engagement Level (dependent) 
X1 = Career and Social Support Factor (independent) 
X2 = Welfare Factor (independent) 
X3 = Work Motivation Factor (independent) 
4. The welfare factor is considered as the most significant one that affecting employee engagement, with score of 
0.61 out of 1.11. Welfare is formed by seven independent variables; job security, brand/reputation, benefit, 
recognition, learning and development, communication, enabling infrastructure. The average score of the seven 
independent variables is 3.147 out of 5 (acceptable and need to be improved). 
6. Recommendation 
This research gives some recommendations of employee engagement improvement program for PT Maju 
Sentosa in welfare factor for the purpose to help the organization satisfies its customer, boosts up performance, and 
reach its future goal. All recommendations still need further research. 
1. Small improvement in job security 
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Security is one of the basic needs that must be fulfilled. That is why, PT Maju Sentosa has to ensure the job 
security within the organization. 
2. Small improvement in brand/reputation 
Brand is strongly related to employee engagement in PT Maju Sentosa, and it is essentials for the manager to 
create a strong brand equity.  
3. Small improvement in benefit 
Benefit must be given by PT Maju Sentosa to employee based on their performance or contribution within the 
organization. 
4. Small improvement in recognition 
There is no doubt that nonfinancial returns from work has a substantial effect on employee’s behavior. 
Recognition must be given by PT Maju Sentosa to employee based on their performance or contribution within 
the organization. 
5. Small improvement in learning and development 
Learning and development has a substantial effect on employee’s behavior. Learning and development 
opportunities must be given by PT Maju Sentosa to all employee without any exception. 
6. Small improvement in communication 
By involving the employees as part of the organization, the engagement will be increased. The manager has to 
communicate properly to the employees.  
7. Medium improvement in enabling infrastructure 
By providing proper working condition/infrastructure for employee, for example like internet cafetaria, mini 
library, rest room, canteen, and the like, PT Maju Sentosa will increase employee motivation. 
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